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I.  WHO  IS  OOVERED  BY  EPRS? 

1.  WHAT  IS  THE  EVAUJATION  PERIOD  FOR  NEW  EMPLOYEES  HIRED  AFTER  JULY  1? 

For  employees  hired  before  March  31,  EPRS  must  be  started  within  10  days 
of  hire.  The  evaluation  period  will  be  shorter,  but  will  be  treated  as  a 
complete  evaluation  cycle,  ending  on  June  30.  It  has  not  yet  been 
determined  how  long  the  first  evaluation  cycle  will  be  for  employees  hired 
after  March  31. 

2.  WILL  EPRS  AFFECT  THE  PROBATIONARY  PERIOD  FOR  NEW  EMPLOYEES? 

EPRS  must  begin  within  10  days  of  hire  and  no  other  formal  performance 
evaluation  system  may  be  used.  Therefore,  EPRS  may  be  one  document  among 
the  data  used  to  support  the  appointing  authority's  decision  with  regard 
to  performance  during  the  probationary  period.  However,  the  appointing 
authority  does  not  have  to  use  any  specific  evaluation  system  when  making 
probationary  decision.;. 

3.  CAN  THE  PROBATIONARY  PERIOD  BE  EXTENDED  DUE  TO  POOR  PERFORMANCE? 

The  probationary  period  may  be  extended  for  a  period  of  two  months  for 
permanent  appointments  to  civil  service  positions. 

4.  ARE  EMPLOYEES  WHO  ARE  IN  UNCLASSIFIED  POSITIONS  COVERED  BY  EPRS? 

No.  Unclassified  positions  are  not  covered  by  collective  bargaining,  and 
therefore,  not  by  EPRS.  These  positions  usually  fall  within 
Governor-appointed  departments,  constitutional  offices  and  quasi-public 
agencies  which  are  not  covered  by  EPRS.  However,  they  may  choose  to  use 
EPRS. 

5.  CAN  AN  EMPLOYEE  OF  AN  07  CONTRACTOR  SIGN  THE  EPRS  FORM  FOR  A  STATE 
EMPLOYEE? 


No.  In  cases  where  an  employee  of  an  07  contractor  functionally 
supervises  a  state  employee,  he/she  should  only  be  involved  in  the 
evaluation  process  as  an  advisor  to  a  state  supervisor.  He/She  may  not 
sign  the  EPRS  form. 


6.  WHAT  IS  THE  STATUS  OF  UNIT  5,  5A,  5B  and  7  WITH  RESPECT  TO  EPRS? 

Unit  5  has  agreed  to  conduct  performance  evaluation  and  will  use  the  EPRS 
format. 

Units  5A  and  5B  are  designing  their  own  evaluation  system  to  satisfy  the 
state  mandate. 

Unit  7  is  currently  in  negotiations. 

7.  ARE  SEASONAL  EMPLOYEES  COVERED  BY  EPRS? 

If  the  employee  is  covered  by  a  collective  bargaining  agreement  and  is 
employeed  for  a  lainimum  of  90  consecutive  days,  then  he/she  is  covered  by 
EPRS. 

8.  CAN  ONE  RELATIVE  SUPERVISE  ANOTHER  FOR  THE  PURPOSES  OF  EPRS? 
No.  This  would  be  a  conflict  of  interest  pursuant  to  Chapter  268A. 


II.  THE  EPRS  PROCESS 

1.  WHAT  PROCEDURES  ARE  IN  PLACE  TO  INSURE  THAT  ALL  EMPLOYEES  RECEIVE  AN 
OBJECTIVE  EVALUATION? 

There  are  several  levels  of  review  built  into  the  EPRS  system.  First,  the 
Reviewer  will  oversee  the  process  to  insure  that  job  duties  and 
performance  criteria  are  similiar  for  employees  within  the  same  job 
title.  The  agency's  EPRS  Coordinator  and  the  agency  head  will  monitor  the 
implementation  of  EPRS  throughout  each  department.  Each  agency  may  also 
establish  a  Labor-Management  Committee  to  resolve  procedural  problems. 
Lastly,  the  Civil  Service  Commission  or  the  Tri-partite  Committee 
established  in  article  24  of  the  collective  bargaining  agreements  will 
mediate  appeals  and  grievances. 

2.  CAN  PERFORMANCE  CRITERIA  DIFFER  FOR  TWO  EMPLOYEES  WHO  HAVE  THE  SAME 
JOB  DUTY? 

* 

Yes,  but  the  performance  criteria  must  be  similiar.  Criteria  are 
standards  for  how  the  job  is  to  be  done  successfully.  Criteria  are  not 
based  on  an  individual  employee's  ability  to  do  the  job. 

3.  WHAT  IS  THE  DIFFERENCE  BETWEEN  "MEETS"  AND  "EXCEEDS"? 

"Meets"  covers  a  broad  range  of  performance  from  barely  satisfactory  to 
doing  the  job  as  one  was  hired  to  do  it  quite  well. 

"Exceeds"  requires  efforts  above  and  beyond  what  is  routinely  required. 
You  will  most  likely  exceed  on  a  particular  job  duty  if  you  can  maintain 
or  improve  productivity  in  the  face  of  unanticipated  and  unusual 
obstacles,  or  if  you  initiate  a  creative  solution  to  improving 


effectiveness.  It  is  impossible  to  predict,  and  therefore  to  advise  ,  how 
to  obtain  an  exceeds  rating.  It  requires  a  continuing  effort  to  meet  new 
challenges  in  creative  ways. 

4.  ODUID  AN  EMPLOYEE  MEET  ALL  THE  EPRS  JOB  DUTIES  AND  STILL  RECEIVE  AN 
OVERALL  RATING  OF  BELOW? 

It  is  unlikely,  but  possible.  The  employee  is  responsible  for  all  job 
duties  listed  an  the  Form  30,  not  just  those  major  duties  listed  on  the 
EPRS  form.  Therefore,  it  is  possible  that  an  employee  could  perform 
poorly  enough  on  other  job  duties  to  rate  an  overall  below. 

5.  WHO  HAS  FINAL  AUTHORITY  FOR  RATING  EMPLOYEE  PERFORMANCE? 

The  Reviewer,  who  generally  supervises  the  immediate  supervisor,  has  final 
authority. 

6.  CAN  A  UNION  REPRESENTAnVE  BE  PRESENT  AT  THE  EPRS  PLANNING  AND  REVIEW 
MEETINGS? 

The  EPRS  evaluation  process  is  part  of  the  regular  agency  operations 
between  supervisors  and  employees,  and,  therefore,  union  representation  is 
not  routinely  required.  A  union  representative  can,  of  course,  be  present 
if  disciplinary  action  is  to  be  taken  and  the  employee  requests  such 
representation . 

7.  WHAT  STEPS  IN  THE  EPRS  PROCESS  MAY  BE  APPEALED  AND  BY  WHOM? 

Anyone  covered  by  EPRS  who  has  civil  service  status  in  their  current 
position,  as  defined  by  Chapter  31,  Section  6A  and  6C,  may  appeal  any  part 
of  the  evaluation  to  the  Civil  Service  Commission. 

Everyone  covered  by  EPRS  may  appeal  a  final  overall  rating  of  "below" 
through  the  appeal  process  set  forth  in  Article  24,  Section  2F  of  the 
Collective  Bargaining  Agreement. 

Those  covered  by  both  of  the  above  conditions,  must  choose  one  appeal 
route. 

8.  WHY  ARE  SICK  TIME,  DAYS  TARDY  AND  DAYS  OFF  THE  PAYROLL  RECORDED  ON  THE 
EPRS  FORM? 

The  Executive  Office  of  Administration  and  Finance  and  the  Legislature 
have  required  that  this  information  by  collected  as  part  of  all  state 
evaluation 

This  information  will  affect  the  evaluation  only  to  the  extent  that 
performance  may  suffer  as  a  result  of  a  poor  attendance  pattern.  If 
attendance  is  an  issue,  but  does  not  affect  performance  when  the  employee 
is  present,  attendance  should  be  dealt  with  through  progressive  discipline 
as  has  been  the  practice. 


9.   WHAT  IS  THE  PROCEDURE  IF  AN  EMPLOYEE  DISAGREES  WITH  OR  REFUSES  TO  SIGN 
THE  EPRS  FORM? 

The  Supervisor  should  explain  to  the  Employee  that  signing  the  form 
indicates  that  the  Employee  understands  the  job  duties  and  criteria  upon 
which  he/she  is  to  be  evaluated.  The  Reviewer  and  Supervisor  should  meet 
with  the  Employee  to  discuss  the  Employee's  objections  and  to  try  to 
resolve  the  situation.  If  the  Employee  still  will  not  sign  the  form, 
notes  should  be  attached  to  explain  the  reasons  why.  The  EPRS  process  can 
then  still  be  conducted. 


IH.  STEPS  AND  BONUSES 

1.  WILL  STEP  INCREASES  BE  DECIDED  STRICTLY  ON  THE  BASIS  OF  THE  EPRS 
EVALUATION? 

As  always,  supervisors  may  delay  or  deny  step  increases  on  the  basis  of 
performance,  per  article  12  of  the  collective  bargaining  agreements.  As 
EPRS  will  be  the  tool  for  formally  evaluating  performance  it  will  be  a 
factor  in  these  determinations. 

2.  IF  AN  EMPLOYEE'S  PERFORMANCE  SIGNIFICANTLY  DECLINES  AFTER  THE 
COMPLETION  OF  THE  EPRS  EVALUATION,  WILL  THE  EMPLOYEE  STTLL  BE  ELIGIBLE  FOR 
A  STEP  INCREASE  ON  HIS/  HER  ANNIVERSARY  DATE? 

The  Employee  may  still  be  eligible  for  the  increase.  Like  all  step 
decisions,  this  is  at  the  discretion  of  the  appointing  authority. 

3.  IF  A  STEP  INCREASE  IS  DELAYED  IN  PART  BECAUSE  OF  A  BELOW  EVALUAnON 
BUT  EVENTUALLY  INSTATED,  WILL  THE  INCREASE  BE  RETROACTIVE? 

This,  also,  is  at  the  discretion  of  the  appointing  authority. 

4.  WILL  BONUS  MONIES  GOME  OUT  OF  AGENCY  BUDGETS? 

A  certain  amount  of  money  has  been  set  aside  by  the  legislature 
specifically  to  fund  EPRS  bonuses.  If  an  agency  chooses  to  exceed  its 
allocation  it  must  provide  the  additional  money  from  its  own  budget. 

5.  WOULD  AN  EMPLOYEE  RECRUITED  INTO  STEP  5  BE  ELIGIBLE  FOR  A  BONUS? 

Only  if  the  Employee  has  also  completed  5  years  of  creditable  state 
service. 

6.  DOES  PAST  STATE  SERVICE  COUNT  TOWARDS  ELIGIBILITY  FOR  THE  EPRS  BONUS? 
If  the  employee  has  returned  to  state  service  within  three  years,  yes. 

7.  WILL  THE  BONUS  AWARD  BE  PRO-RATED  FOR  PART-TIME  EMPLOYEES? 
Yes. 


fe        8.     APE  CONFIDENTIAL  EMPIiDYEES  COVERED  BY  THE  BONUS  PROGRAM? 

Yes.  There  are  funds  to  cover  bonuses  for  confidential  employees. 

9.  DOES  PRIOR  EXPERIENCE  IN  A  PUBLIC  SCHOOL  SYSTEM  CONTRIBUTE  TOWARDS 
ELIGIBILITY  FOR  THE  EFRS  BONUS? 

No.  Only  direct  state  service  applies. 

10.  WHAT  IS  THE  STAIUS  OF  UNIT  6  WITH  RESPECT  TO  THE  BONUSES? 

Unit  6  does  not  have  a  bonus  program  as  of  July  1987.  Currently,  the  next 
contract  is  under  negotiation. 


